Abstract
Introduction
Over the past few decades, higher education all over the world has developed momentous changes concerning its role and formation (Alshery & Ahmad, 2016; Teichler, 1988; Kelo, Teichler, & Wächter, 2006) . In the early twentieth century, higher education was inadequate to a little university outside Europe, North America, and the colonies of Great Britain (Alshery & Ahmad, 2016; Rohstock & Lenz, 2011) . Therefore, higher education is measured a space for free examination and the developments of the minds and a very good locus for thought, communication, dealings, and thorough for truth or exchanging idea into concensus (Alshery & Ahmad, 2016; Bagga, Erbe, Murphy, Freid, & Pomrink, 2007) . Including aforementioned important functions of higher education, economic and social demands also became important focuses for it. Thus, higher education is no longer limited to the purpose of training for the elite (Alshery & Ahmad, 2016) .
In the context of KSA Management of Saudi higher e education, all the organization and institutional levels, was a main concern; particularly academic leadership in the institutions that create difficulties (Alshery & Ahmad, 2016) ; Altrasi, 2014) . For instance, academics leader s in KSA institutions interest for advancement in research and teaching may face with difficulties in order to actively play significant role in their institutions Excellent job performance has to be maintained and employees should be well enriched with the needed skills to guarantee that the business was not in misfortunes because of the absence of obliged attitudes at both levels, broadly and globally (Tomaka, 2001 ) and higher education sector is not an exemption in this context. According to Smith and Abouammoh (2013) , academic staff performance and other related issues such as a student's ability to acquire learning skills, efficient interactive delivery of knowledge, contemporary developed curriculum and overall employee performance standards is one of the major challenges being confronted by Saudi universities. In sum, the Saudi universities have not achieved the required status among international universities due to failing in achieving high-quality teaching and performance standards.
Saudi higher education institutions are facing various problems and challenges to meet global education benchmarks including a partnership among departments, institutions and leadership development to bridge the gaps of quality of the employees' outcomes (Alnassar & Dow, 2013) . The experience of academic leadership development in Saudi Arabia stemmed from a strategic perspective (Smith & Abouammoh, 2013) . Staff training is also regarded as on the challenges that face Saudi universities (Alshery & Ahmad, 2016; Alnassar & Dow, 2013; Ratyan & Mohammad, 2016) . In addition, Kattuah (2013) states that there is a lack of skills among academic staff in Saudi universities which involve providing training programs in order to bring them to international standards. It is also argued that lack of the lecturers' awareness level about their roles is not so clear such as research publication and community service in Saudi universities (Jdaitawi, Ishak, & Foua'd Musallam, 2013) . The consequences of the role ambiguity are lower job satisfaction, less productivity, absenteeism and low commitment (Alshery & Ahmad, 2016; Al-Kahtani & Allam, 2015) . Based on the previous discussion, it is clear that higher education sector in KSA has faced many issues such lower ranking of Saudi universities compared to international universities and underperformed performance of the academic staff due to their leadership issues, lack of training and their role ambiguity.
Likewise, the link between training and employee performance is conflicting as many studies such as Farooq and Khan (2011), Naqvi and Khan (2013) , Diab and Ajlouni (2015) , Asfaw, Argaw and Bayissa (2015) and Alshery and Ahmad (2016) have proved the significant relationship between the two constructs; whereas other scholars Jones, Jones, Latreille and Sloane (2009) argued that the link between training and employee performance is complex due to the variety of their measurements. Many researchers also argue that training is not the only source to improve the job performance of employees (Murrell, 1984) . Al-Gahtani (2002) states that many researchers showing various results regarding the training and job satisfaction to improve the job performance of the employee. Thus, the inconsistent findings regarding the relationship between these variables, namely, leadership and training and employee performance shows that there is an urgent need to examine these relationships in the context of higher education sector in KSA to take a broad view the previous results.
Literature review and hypothesis development 2.1 Leadership and employee performance
There are numerous approaches to characterize leadership. In view of 54 specialists from 38 nations, the leadership management is about affecting, propelling, and empowering others to contribute to the viability and the accomplishment of an organization (Alshery & Ahmad, 2016 , McShane & Glinow, 2010 . "The leadership is additionally characterized by Robbins and Judge (2007) as the capacity to impact a gathering toward the accomplishment of a vision or set of objectives". "A less complex definition was given by Kassim and Sulaiman (2011) where they define leadership as to be a piece of administration that includes the supervision of others". Pater (2001) as cited in Lu & Yang's (2010) leadership was highlighted as a sub-system of hierarchical administration ( (Alshery & Ahmad, 2016; Semedo et al., (2017) . Referring to literature review, the link between job satisfaction and leadership is confirmed. For example, Lee and Wilber (1985) reported a positive relationship between job satisfaction and leadership in their investigation of cops in Malaysia separately. Holdnak, Harsh, and Bushard, (1993) discovered a positive relationship between consideration leadership behaviour and job satisfaction, and negative relationship between initiating structure leadership behaviour and job satisfaction.
Leadership and job performance qualities are the most effective factors that help organisations to achieve their objectives. Leaders can impose decisions on the strength of achievable performance. The goal of all the managers is to increase the production level and to enhance the efficiency to achieve the set targets of the organisation. The positive relationship between job performance and leadership styles influence the improvement and help organisations to achieve the vision and mission with great success (Ullah & Batool, 2013) . Furthermore, more recent studies confirmed that leadership styles have a significantly effect on employees' performance (Wambugu, 2014; Rasool et al., 2015; Girei, 2015; Desderio et al., 2016) . Thus, the first hypothesis is specified as follows;
Hypothesis 1: There is a significant effect of the leadership style on performance of employees working in the public universities of KSA.
Training and employee performance
Training can be referring to filling the paucity between the present performance and the usual desired performance (Alshery & Ahmad, 2016) . Training could be given through different methods such as on the coaching and mentoring, peers' cooperation and participation by the subordinates. The past researchers confirmed a positive connection between training and employee performance, as training brings favourable circumstances for the individual adjacent for the firm by completely influencing employee performance through the change of employee's performance and behaviour. The development of employess' capabilities and skills should be given much attention by the firms for the benefits of the on shareholders and customers alike (Alshery & Ahmad, 2016; Elnaga, & Imran 2013) .
Effective training is useful to the firm in an assortment of routes, for example, it assumes an indispensable part in building and look after capacities, both for the individual and authoritative level, and in this way take an interest during the time spent on hierarchical change (Hamosh et al., 2000) . Other research argued that to raise the employee performance organisations should specifically focus on to DK and PKS by shaping personalities, improving training, fulfilling interests, and enhancing the experience (Campbell et al. 1993; Kinicki & Kreitner; . Thus, the second hypothesis is defined as follows; Hypothesis 3: There is a significant effect of training on performance of employees working in the public universities of KSA.
Role ambiguity as a moderator
Rizzo, House and Lirtzman (1970) described role ambiguity as the inharmoniousness of the organisational demands from an employee in the reference to his role. Based on the theoretical model developed by Rizzo et al. (1970) , there are three dimensions of role ambiguity, namely: 1) organisational factors, 2) personality factors, and 3) interpersonal factors. For organisational factors, role requirements were measured in three areas. First, the role was measured in terms of the extent to which the position crossed outside of the organisation's boundaries or interacted with individuals outside of the organisation. The researchers hypothesised that employees who work close to a boundary -both of the organisation or of a department or work area -experience increased conflict about their role and increased tension. Second, the extent to which an employee's role requires innovative problem-solving for nonroutine problems were measured.
The relationship between ambiguities with employee performance had been widely studied in past researches. Nevertheless, there were often found to have mixed empirical evidence between role ambiguity and performance (Singh, 1993) . A meta-analysis based on the work of Jackson and Schuler (1985) by Tubre and Collins (2000) found that in order for an individual to carry out a task effectively, sufficient information is imperative. Alshery and Ahmad (2016) point out that when the employees do not understand their job duties well, they may become dissatisfied with their job and the probability to leave the job is higher. It is also stated that the role ambiguity likely affects the relationship between job satisfaction and employee performance (Sum, Mclaughlin, Khatiwada, & Palma, 2008) . Leadership then comes forward and rules out the ambiguities in the head of an employee and let them perform well" (Othman, Daud, & Kassim, 2011) . And An employee with a lower job-based maturity will not perform well at their job tasks without the injection of some training sessions (Bougie et al., 2009) . Thus, it is needed to examine the moderating effect of the role ambiguity on the relationship between job satisfaction and academic staff performance in the higher education sector in KSA as examining this relationship has been ignored in the literature. Therefore, this study makes an endeavor to study role of ambiguity as a moderator on the relationship between the independent variables namely, training and leadership behaviors and employee performance in the Saudi universities. 
Underpinning theory
The model by Campbell is considered as the most important model of job performance in the literature which is compared with a few other related theories of performance theories (Hunter, 1983; Pritchard, & Costa 1991) and have been adopted by researchers on individual job performance studies (Alshery & Ahmad, 2016; Law, Wong, Huang & Li, 2008 ).
Campbell's (1990) model makes clear distinctions between three components, which comprised of performance components, performance determinants, and the antecedents of performance determinants. Since in this study, the purpose is to look at the determinants of performance components, the antecedents of the determinants are not discussed. However, in general, the antecedents are made up of those variables such as person's abilities, personality, interests, education, experience that was lead to individual differences in performance determinants. Cambell's job performance model sufficiently explains variables of current study's framework like employee job performance (dependent variable), leadership style (independent variable), training (independent variable) and role ambiguity (moderating variable). Thereby, it is adopted as an underpinning theory.
Based on the above framework Cambell's job performance model sufficiently explains variables of current study's framework like job performance (dependent variable), leadership (independent variable), training (independent variable) and role ambiguity (moderating variable).
Methodology 3.1 Sample and Data Collection
Probability simple random sampling was used for this study. Probability sampling was selected because according to Sekaran and Bougie (2013) . Another reason for this technique, according to Salkind (2003) it has the ability to reduce the biasness of selecting sample object by the researcher while Cavana,
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Role of Ambiguity Dalahaye, and Sekaran, (2001) , acknowledged as the high generalizability technique. The population of the study is the academic staffs who have an administrative position and non-academician staffs of public sector universities in KSA as both are considered as university employees who have lack of a clear set of instructions for guiding one's actions in a particular setting. In order to determine the population of this study, reference was made to a sampling frame that was obtained from the ministry of higher education in Saudi Arabia, which indicated that there are 71976 employees in 26 public universities of KSA. The number of public universities (population of the sample) was divided into five groups based on the geographic regions (East, West, Middle, North, and South), which these universities considered as the largest in each region in KSA.
The paper used proportionate stratified sampling, 384 samples are targeted to be technically acceptable, completed, and returned. However, the recorded response rate for the universities' employees in past studies is between 40-60% (Sneed, 2007) . Thus, this research fulfils the rule of thumb as proposed by Roscoe (1975) ; therefore, this study increase the number of distributed questionnaires by 56% (384*1.56=600), so 600 questionnaires were distributed to five public university employees in five regions in KSA. The usable rate of response for this paper is 61% and all constructs achieved the highest reliability above 0.70.
Measurement 3.2.1 Employee job performance
Job performance represents behaviours that are formally evaluated by the organisation as part of the employees' responsibilities and duties" (Jex & Britt, 2008 ). The researchers also described the employees' performance as an individual level variable; the performance was something that an individual did. The measurement of employees' performance is adapted from the previous research by Williams and Anderson (1991) using a five-point Likert scale ranging from strongly agrees to strongly disagree for job performance scales. Reported reliability by William and Anderson (1991) on the measurement was about 0.91. The employees were asked to rate their job performance on the selected items.
Role of ambiguity
The measurement of role ambiguity was adapted from Rizzo et al. (1970) . It consists of sevenpoint Likert scales, ranging from strongly agree to strongly disagree for role ambiguity scales. The reliability of this instrument was reported 0.81 as recorded by Rizzo et al. (1970) . Since the nature of role ambiguity is negative, all of the items were reversed scored in which high scores indicated higher role ambiguity.
Leadership
Leaders, as defined by Robbins and Judge (2007) "as the ability to determine a group toward the accomplishment of a vision or set of destinations". Therefore, a simpler definition was made by (Kassim & Sulaiman, 2011) as "to be part of management that involves the oversight of others". The measurement of leadership is adapted from Yang (2010), which had been applied successfully.
Training
Hansson (2007) utilised a universal data set incorporated from 26 nations to analyse the degree of training, which improves performance and resources for training where the essential variable ultimately enhances the performance. The measurement of training is adapted from Hansson (2007) . The measurement of training is adapted from Hansson (2007). The researcher was using a five-pointed Likert scale, such as 1-strongly agrees, 2 -Agreed, 3 -Neutral, 4 -Disagreed and 5 -strongly agreed.
Analysis Method
Partial Least Sequential, structural equation modelling (PLS SEM) approach was used as a main analysis technique for the data analysis. Smart PLS 3.0 software application (Ringle et al., 2015) was employed in the analysis and reporting the results.
Descriptive analysis was conducted since Sekaran and Bougie (2013) stated that, it is used to describe the phenomena of interest. Therefore, for the analysis of descriptive information on frequency, mean and standard deviation were analyzed. Frequency determine the frequency of the phenomena occur, mean for the average score and standard deviation for the extent of variability. Overall, descriptive analysis was employed for the respondents' characteristics and for the construct.
As stated earlier, this study employed PLS SEM techniques employing PLS path modelling (Wold 1974) using SmartPLS 3.0 (Ringle et al., 2015) to test the theoretical model. PLS path modelling was considered because this technique can examine the relationship between constructs and between latent constructs and indicators simultaneously (Chin, Marcolin, &Newated, 2003) .
Results
Testing of measurement model
Since all the items are adapted, there is no need to do exploratory factor analysis (EFA) but there is a need to do confirmatory factor analysis (CFA). Items were appropriately allotted to their respective constructs on the basis of confirmatory factor analysis; all items were correctly assigned to their constructs. Construct's validity was determined by two ways. First, the items indicated high loadings on their constructs while they were juxtaposed with the other constructs. Second, the item loadings loaded very significantly upon their respective constructs as per the opinion of Chow & Chan (2008) .
Convergent Validity related to the Measurements
The Table 1 indicated the values concerning the composite reliability varied from 0.759 to 0.901. And thus, the values surpassed the endorsed value, i.e. 0.6 (Hair, 2010; Fornell & Larcker, 1981) . But the AVE (average variances extracted value) fluctuated between 0.508 and 0.681 that is greater than the recommended value (0.5) of AVE by Hair, Hult, Ringle and Sarstedt (2016). This indicates a good level concerning the validity of the concert related to the employed measures (Barclay, Higgins, & Thompson, 1995) . Hence results authenticate the very convergent validity, which is related to the outer model. * a CR = (Σ factor loading) 2 / {(Σ factor loading) 2 ) + Σ (variance of error)} * b AVE = Σ (factor loading) 2 / {Σ (factor loading) 2 + Σ (variance of error)}
Discriminant Validity related to the Measures
The differentiated validity concerning the quantifications was authenticated through using the method of Fornell and Larcker (1981) . As it has been explained in Table 2 the square root of the average variance extracted (AVE) for all the constructs was put at the diagonal elements related to the correlation matrix. Since the diagonal elements were greater as compared to the elements concerning the row and column where they were placed. This authenticates the differentiated validity of the said outer model. In conclusion, it may be said that after having determined the validity of the construct which is related to the outer model, it is, therefore, presumed that the procured findings concerning the hypothesis testing have to be reliable as well as valid. 
2 Predictive Relevance and the Quality of the Model
Result regarding the quality of the prediction related to the said model is shown in Table 3 , that clarified the cross-validated redundancy concerning Employees' performance was 0.219189. So, this value was greater than zero, which indicated an adequate predictive validity related to the model which relies upon the criteria proposed by Fornell and Cha (1994) . Hair et al. (2011) viewed structural model as a model that test the hypothesized direct relationship between endogenous and exogenous variables. Whereby, in partial least squares, structural model explains on the directional association between the constructs and their t-values as well as the path coefficient. Referring to the path coefficient, partial least squares are considered by Argawal and Karahanna (2000) , are the same as the standardized beta coefficient in regression analysis.
Structural Model Assessment
Examining the Direct Relationships
The previous studies associated the results which were found out of the analysis that was carried out for the development of the hypothesis, the direct effect of role ambiguity among employees' performance and an explanatory variable, namely, training and leadership as shown above in Table 4 
Discussion
Hypothesis 1: There is a significant effect of leadership style on the employee's performance who is working in the public sector universities in Saudi Arabia.
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The bootstrapping technique was employed to test the hypothesis. The results show that leadership has a significant and positive effect on employees' performance (β= 0.035, t=1. 733, p<0.05). In this study, the model proved significant and positive results. Thus, this supports the second hypothesis of this research. The results of the current study pertinent to the relationship of leadership and employee performance are contrary to the past studies. Several past studies have found a significant and positive relationship between the leadership and the employee's performance. For instance, motivation and leadership always bring and develops motivation among employees that ultimately affects employee work standards positively. This result is in line with previous studies including Rasool, Arfeen, Mothi and Aslam (2015) , Girei (2015) ; Semedo et al., (2017); Desderio, Piason & Bhebhe (2016) . From the above result, it is evident that there exists a positive relationship between leadership as well as the performance of employees. Results of current research are in line with the previous research as showing the significant and positive relationship that exists between leadership and performance of the employee. The current research also reveals if public sector universities of KSA want to enhance employee performance, they should focus on leadership aspect among academic who has an administrative position and non-academic employees.
Hypothesis 2: There is a significant effect of training upon employees' performance who is working in the public sector universities in Saudi Arabia.
Training has a significant as well as the positive impact upon employee's performance, which is the third independent factor that influences the employees' performance in this research (β= 0.397, t=5. 005, p<0.01). In this study, the model reaches statistically significantly. Hence, the third hypothesis test of the current research is underpinned. The result of the current study is line with various previous studies that also showed the same result such as Farooq and Khan (2011), Naqvi and Khan (2013) , Diab and Ajlouni (2015) , Asfaw et al. (2015) and Alshery and Ahmad (2016) . However, Jones et al. (2009) argued that the link between training and employee performance is complex due to the variety of their measurements. Current studies unfolds the relationship existing between training and performance of the employee in public sector universities in KSA. The current study shows the significant and positive relationship existing between training and performance of the employee. So, this study implicates that in order to uplift the employee performance, training is a significant factor among academic who has an administrative position and non-academic employees of public universities of KSA.
Testing the Moderation Effect of Role Ambiguity
In this section, Figure 2 represent the moderating effect of role ambiguity between employees' performance and independent variable (training, and leadership) as shown above in Table 5 . Role ambiguity has significant and negatively influence the relation of leadership and performance on the job (β= -0.259, t=1. 746, p<0.05) . In this study, the model reaches statistics significant values which mean that role ambiguity significantly and negatively moderates the relationship existing between the leadership and the employees' performance. Resultantly, the hypothesis (H5) of this research is supported. Above result of hypothesis shows that in order to enhance the performance of the employees through leadership style in higher education institutions of KSA should clarify shows the role of each employee in reducing role ambiguity. It is a core responsibility of the leader to enlighten his www.jbrmr.com A Journal of the Academy of Business and Retail Management (ABRM) 221
follower by clarifying and educating that what he/she ought to do for the attainment of organisational objectives.
It is in line with the findings of Kassim et al. (2011) who asserted that role ambiguity is one of the most crucial impediments that hinder the employees to achieve their optimum level of performance. He further stated that in the case of role ambiguity leader should come in the front and clear the ambiguities so that employees may feel satisfied and attain organisational objectives. Judge et al. (2007) also asserted the similar findings that it is the leader who eradicates the role ambiguities from the minds of the employees to transform them to be more comfortable as well as loyal to their respective organisation so that they may perform higher.
Hypothesis 4: Role ambiguity moderates the training relationship as well as the employees' performance who are working in the public sector universities in Saudi Arabia.
Role ambiguity has no significant effect on the relationship between training and employees' performance (β= 0.023, t=0. 113, p>0.1). In this study, the model reaches statistically significant which means that role ambiguity, not significantly moderate the relationship that exists between training and employees' performance. Resultantly, the hypothesis (H6) of the research is not supported. Sekaran and Bougie (2013) explained that organisations provide adequate training to its employees to enhance their skills and abilities to perform their task effectively and efficiently. Role ambiguity confuses the employees and any kind of training would be futile activity as long as employees are not aware of their role and responsibility through proper training mechanism (Bougie et al., 2009) . Role ambiguity has constantly been the focus of studies in the field of human performance.
A logical employee can only experience one or the other end of the continuum as when work is performed from the opposite end of the ambiguity of the role is unclear. Jackson and Schuler (1985) emphasised the importance of understanding their role, from an individual perspective, it is believed to influence your own motivation, satisfaction, and performance. Figure 2 provides plot of the interaction between leadership and role ambiguity on employees' performance at high and low leadership based on the recommendation of Madera, Dawson and Neal (2013) . As shown in Figure 2 , the relationship between leadership and employees' performance was strongest among employees in public universities in the case of low role ambiguity and weak in the case of high role ambiguity. Individuals of different level of role ambiguity did not differ much in performance under conditions of high leadership, but large differences were noted under conditions of low leadership. In other words, under conditions of low leadership, individuals reporting higher levels of role ambiguity than under conditions of high leadership which individuals reporting lower levels of role ambiguity.
Figure-2 Plot of Interaction between Leadership and Role Ambiguity on Employees' Performance
Conclusion
This study explores the effect of the main variables, including leadership, and training on employees' job performance via examining the role ambiguity as moderator in the KSA's higher education sector. The main motivation of this study is to improve the employees' performance concerning the higher education sector of the kingdom of KSA while identifying the vital role of various variables including job satisfaction, leadership, and training while highlighting the importance of role ambiguity as being a moderating variable.
Implications, Limitations, and Suggestion for Future Research
This study contributes to the existing body of knowledge in understanding the employees' performance as this is the first study with the set of such variables. In other words, this study attempts to increase the understanding of the relationship which is between job satisfaction, leadership, training as well as the performance of employees with the moderating role of role ambiguity in higher education institutions of KSA.
The present study's results have implications for higher authorities, decision makers, and policy planners. This study raises the importance of employee performance in the higher education institutions of KSA. In addition, impacts of various other variables have also been examined, including leadership, job satisfaction and training as predictors and the role ambiguity as being the moderator. Secondly, this study demonstrated the importance of job satisfaction, leadership, and training in improving the employees' performance. And the results indicate that training was the most important variable which significant predictor of the employees' performance. There are clear, practical implications of these findings. Employee performance has been a matter of quest and research in almost all industries due its importance and higher education institutions are not different in this regard. Job satisfaction urges the employee to put their optimum effort to attain their objectives aligned with the objectives of the organisation.
Despite the insight offered, this study has several limitations that should be considered by future studies. Firstly, this study incorporates only public sector universities that affect the employee performance in the higher education institutions of KSA. To address the limitation, it is strongly recommended that longitudinal studies should be conducted to examine the impact of job satisfaction, leadership style and training on employee performance with the same or different moderator. Further study can be extended by doing multi-sector analysis as well as a comparison of various industries. It was fruitful to have a better insight of employee performance by analysing more variables that are not considered in the current study.
